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ABSTRACT
This thesis explores racial representation in the United States military throughout
each rank level, within all active and reserve branches, to determine whether racial
representation is related to rank. Using a census of the U.S. military from the Department
of Defense, I establish a summary of what representation looks like overall, and more
specifically, what it looks like within enlisted, warrant officer, and officer ranks. The
citizen-soldier theory contends that failure on the part of the U.S. military to maintain
representative forces threatens the legitimacy and credibility of democracy and could
even become a threat to it (Armor and Gilroy, 2010:224). Much of the existing research
on the military applauds its racially progressive policies and the (overall) proportionately
representative forces it maintains. However, there is little scrutiny of what those forces
actually look like, broken down by rank. If the military is to maintain a truly
representative force of citizen-soldiers, airmen, sailors and Marines, then it must be
representative among all levels. This research explores what contemporary military
representation actually looks like, specifically asking, who is really giving the orders—
Whites, Asians, Blacks or Hispanics?
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CHAPTER ONE
INTRODUCTION TO THE DILEMMA
The four main branches of the United States military (Army, Air Force, Marines,
Navy) employ roughly 1.4 million active duty personnel as well as about 1.9 million
dependents (Segal and Segal, 2004:3). The National Guard employs 470,000 service
members (U.S. Census Bureau, 2012). In addition, there are 1.1 million service members
on reserve (U.S. Census Bureau, 2012). These branches, taken as a whole and hereafter
referred to as “the military”, serve as the single largest employer for United States
citizens. There are numerous reasons individuals choose to serve, including patriotism to
country, to fulfill family traditions, and more frequently, to take advantage of lucrative
employment opportunities. As members invest their time and efforts to military service,
they are faced with opportunities to rise within the ranks to positions of higher power,
respect, and pay. Rank becomes an indicator of social status for these individuals, and
with status come certain rewards. Rank, then, is a highly relevant issue for members of
the military.
My thesis question is rooted in the issue of racial representation. The military is
regarded as a racially progressive institution (Congressional Budget Office, 2007;
Watkins and Sherk, 2008), and many studies have been conducted examining the
summary demographics of military personnel. I seek to go further and test the validity of
the military's reputation as an equal opportunity institution. In particular, I seek to analyze
1
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what racial representation actually looks like on a rank-by-rank basis. Are different races
represented at all levels, or does traditional racial hierarchy re-emerge as rank levels
increase? To explore this question I examined current data on Army, Navy, Air Force, and
Marine Corps active duty and reserve personnel, as well as the National Guard, both
Army and Air.

CHAPTER TWO
EVALUATION OF PREVIOUS RESEARCH
Benefits of Rank
The military is divided into three sections of rank: enlisted, warrant, and officer.
Enlisted ranks are the lowest level of duty, warrant officer ranks are the median level of
duty, and the officer ranks are the highest level of duty. Just like the Duncan
socioeconomic index applies to the civilian world1, military rank distributes
socioeconomic rewards and job characteristics in a hierarchy, and becomes another
measure of social standing (Duncan, 1961; MacLean and Edwards, 2010:766). Military
members are paid more per year for increased length of service and increased level of
rank (see Appendix A), and this affects pensions and benefits after service as well.
Veterans (those members of the military who served on either active or reserve duty and
have been discharged as civilians) who served as officers have high socioeconomic
attainment after their service than do veterans who exited from the enlisted ranks
(Dechter and Elder, 2004; Hirsch and Mehay, 2003; MacLean, 2008a). In addition to
socioeconomic benefits, military rank is positively associated with health, especially
among veterans who served longer (MacLean and Edwards, 2010). The rank of a service
1

The Duncan Socioeconomic Index is used to measure socioeconomic status based on a composite of
several factors, including occupational prestige, education, and income. Based on a regression equation,
simplified as Prestige = a + B1(Income + B2(Education), Duncan found that socioeconomic status was
directly linked to the Prestige outcome. Thus, he considered socioeconomic status a direct result of
occupation and occupational prestige.
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member can affect how much and what type of combat he or she experiences, and there is
a strong link between combat exposure and negative health effects, such as posttraumatic
stress disorder, or PTSD, in which the patient suffers from intrusive memories, sleep
problems, and anxiety (see Mayo Clinic, 2013). Combat veterans suffer worse health than
civilians and non-combat veterans, and disproportionate representation of minorities in
combat positions creates an unequal effect on health in later life (Schnurr, Spiro, and
Avron, 1999). Rank has also been shown to affect self-image and interpersonal skills.
Qualitatively, officers describe learning skills such as leadership and self-confidence
during their military experience, while enlisted personnel describe learning discipline and
how to obey orders (MacLean, 2008b).
The military is seen as a racially progressive institution, and has been for some
time (Congressional Budget Office, 2007; Watkins and Sherk, 2008). However, in order
to validate this perception as true, it is necessary to explore and scrutinize what this
representation actually looks like along lines of race, ethnicity, and rank, especially
considering the significant role that rank plays in a service member’s life outcomes2. If
minorities are underrepresented in high ranks, their chances of receiving these types of
socioeconomic rewards and intangible health and learning benefits are likely much lower
than those who are being represented in those positions.
Promotions and Rank
Although one might think that merit would play an important role in promotions,

2

For the purposes of this thesis, I refer to “service member”, “military member”, and “personnel” as
meaning any person working for the military in the capacity of either the active duty or reserve forces. I
am not including civilian personnel. For more detailed figures, see U.S. Department of Defense. 2004.
“2004 Demographics: Profile of the Military Community.” pp. 24
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the military has well-established rules concerning the promotion process, and the most
influential factors are seniority and the sequence of experiences which qualify an
individual for promotion into a higher rank (Peck, 1994:221). Despite the implementation
of the Officer Personnel Act of 1947, which prohibited promotions based solely on
seniority and required that period assessments of merit be considered, normative practices
of promotion still use years of service as a lead factor in the promotion process (Peck,
1994:221). In addition, personnel who are seeking promotion to higher ranks must also
rely on the “prescribed career pattern,” which includes completing steps such as
acquiring particular assignments, completion of military schools, and attaining certain
educational certificates (Janowitz, 1971:xxx). Peck (1994) finds that source of
commission actually plays a minimal role in the promotion process of officers. Other
factors such as years of service, military education, and commission cohort correlate
positively with promotion.
While this research sheds light on how personnel get promoted, the findings are
limited in that they do not reflect contemporary military practices with contemporary
military populations, nor do the findings explain actual racial representation among the
ranks.
Status Inconsistency and Racial Prejudice
Despite the military's reputation for equal opportunity, one possible explanation
for disproportionate racial representation by military rank is that race still matters in the
military, and attitudes of racial prejudice and discrimination are affecting the promotion
process. This may stem from the emergence of racial separatism due to what Holmes and
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Butler (1987) called “status inconsistency.” Holmes and Butler (1987) found that an
important predictor of attitudes of racial separatism was status inconsistency of underreward. White enlisted personnel were more likely to express attitudes of racial
separatism and lower job satisfaction after serving long periods and remaining in low
rank. Those with relatively high rank and short time in service were more likely to report
greater job satisfaction and lower attitudes of racial separatism. When mobility striving
within a crystallized status cannot alter one’s inconsistent status, frustrations with the
situation may emerge in the form of complex attitudes and emotions. When selfevaluation regarding the relationship between investment and reward reveals a perceived
under-reward, the response may be anger (Geshwender, 1967). Although the design of the
stratification system within the military limits status inconsistencies (because rank is the
largest determinant of other rewards), a salient form of inconsistency which remains
involves holding a rank which is incommensurate with time spent in the military (Coates
and Pellegrin, 1965). This inconsistency may explain the presence of discriminatory
attitudes and practices within the military community. Fifty years ago it was normal to
expect that personnel members who find inconsistency between time they had invested
and their rank may have vented their frustrations on racial minorities who were seen as
acceptable scapegoats (Allport, 1954). This dynamic functions largely the same way
today. While contemporary personnel experience a different military environment and
may experience black authority, status inconsistencies between whiteness and high
investment, but low rank, may result in prejudiced emotional responses as well (Holmes
and Butler, 1987). In other words, despite the military's efforts to streamline the
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stratification system and avoid inconsistencies, white privilege and a sense of entitlement
may all coalesce to create resentment towards minority service members who are seen as
being less “deserving” of their rank. An exploration into the demographic makeup of the
ranks can provide an example of the outcomes status inconsistency can produce.
The Role of Stereotypes in Perceptions of Merit
It has been shown that despite the military's efforts to conduct reviews based on
objective factors, race continues to function in supposedly objective measures of skill and
merit in military settings. For instance, Biernat et al (1998) studied how officers attending
a leadership course evaluated themselves and their groupmates based on subjective
ratings and objective ranking systems. They found that the use of stereotypes increased
with time, and pro-male bias was more evident in rankings than in ratings, which was
attributed to the shifting standards model. The shifting standards model incorporates the
idea that stereotypes exert and influence judgment by activating category-specific
judgment standards that depend, in this case, on which race is being evaluated (Biernat et
al, 1998:301; see also Biernat and Manis, 1994). The standards based on race shift for
Blacks and Whites when examining areas such as verbal ability, athleticism, and jobrelated competence (Biernat and Kobrynowicz, 1997). The different weight and value
given to racial categories may certainly affect the promotion process, as some individuals
may be considered more “serious” contenders than others because they are measured
against more rigorous standards. The findings suggest that, in the case of the military,
Black personnel may not be considered as seriously as Whites when they are eligible for
a promotion to the same position, which means that Whites may be more likely to receive
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promotions, regardless of the military's professed prohibition of race-based standards
(Biernat et al, 1998:301).
In the past and still today, White personnel have a more positive view of racial
and gender discrimination issues than do minorities (Moskos and Butler, 1996), and
White officers, in particular, view race relations in the military more positively than in
wider civilian society (Dempsey and Shapiro, 2009:546). Since Whites make up about
80% of Army officers and set the policies for the Army (Dempsey and Shapiro2009:546),
this perception may be problematic; that is, officers may be less willing to acknowledge
the discrimination or inequality that does exist, leaving these issues unaddressed and
isolating the personnel who are negatively affected. My research will help to either
confirm or invalidate White claims and perceptions of a positive racial environment
within the military institution.
The Flexible Experience of Hispanics in the Military
Interestingly, findings suggest that Hispanics consistently fall between Blacks and
Whites in attitudes and perceptions about the racial climate in the Army (Dempsey and
Shapiro, 2009:552). This may be a function of the flexibility of the “Hispanic” identity
which allows individuals to move fluidly between Blacks and Whites. However, several
findings demonstrate how Hispanic experience differs significantly from Black and
White experience. For instance, according to the Citizenship and Service Survey in 2004,
about 13% of Hispanics self-identified as less than fluent in English, a challenge that
Blacks and Whites rarely, if ever, face. In addition, enlisted Hispanic soldiers had
significantly less schooling than Blacks and Whites, and a high number grew up in large
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cities, compared to lower numbers for Blacks and Whites (Dempsey and Shapiro,
2009:540). Hispanics and Blacks also differed from Whites in their Army experience in
that fewer of them had fathers who had served in the military, which is a significant
indicator of both propensity to serve, as well as completion of service. These minority
personnel were also less likely than Whites to feel that their race had hurt them in the
promotion process, which may actually point to attitudes of racial resentment among
Whites (Dempsey and Shapiro, 2009:549).
Despite these stark differences in experience, when given the chance, most
Hispanic officers classify themselves as “White”, a trend which may result from
perceptions which connect whiteness with success, or beliefs that there are greater
opportunities for achievement for people who identify as White (Dempsey and Shapiro,
2009:536). While black junior officers received mentoring from Black senior officers,
Hispanic junior officers more often received mentoring from officers of a different racial
or ethnic background (Dempsey and Shapiro, 2009:545), suggesting that Hispanic
integration may not require as much nurturing from in-group members. In fact, this
finding suggests that Hispanic integration may be less strenuous than Black integration
into the military, despite Blacks’ legacy of service in the U.S. military. This flexibility in
racial identity, combined with a smoother integration experience, may explain why
Hispanic personnel tend to hold attitudes and perceptions closer to Whites than Blacks
(Dempsey and Shapiro, 2009:552). By exploring the representation of Hispanics and their
presence along the rank spectrum, this study can test whether Hispanics actually do
experience greater integration and mobility than Blacks, as well as compare their
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representational experience to that of non-Hispanic Whites.
The Legacy of Race in the Military
Indeed, the legacy of Black service is strong: Blacks have served in every
American war since the Revolution. Historically, Blacks have been regarded largely as a
source of manpower, only to be tapped in times of great need. Over time, however,
through Black efforts toward equality, court battles, and presidential initiatives, Blacks
have become recognized as part of military society, however tenuous that status may be.
After having conquered issues of inclusion, the focus now lies on issues of adequate
representation in the ranks (Nalty, 1986:350), an issue which I explore in this research.
The shortage of Whites during the Korean War and the influx of Black recruits
forced the integration of Army units. Integration led to attitudes which confirmed the
contact hypothesis, which postured that increased contact between the races would foster
attitudes which favored racial integration (Armor and Gilroy, 2010:227; Stouffer et al,
1949). However, racial tensions did not disappear immediately, and several racial
conflicts exposed the fact that the military was not “past” race just yet (Stillman II,
1974).In the face of repeated tensions, though, Blacks continued to enlist in the service.
The military offered employment, training, and leadership opportunities to Blacks that
were simply unavailable in the civilian job sector (Armor and Gilroy, 2010: 226). By the
1980s Blacks were enlisting at great numbers, but their representation in the officer ranks
was extremely low. Programs for attracting Black officers were unenthusiastic and
ineffective. Only the Air Force was close to achieving its goal of a nearly 6% Black
officer corps. The Army, Navy, and Marines were woefully behind. This lag was largely
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due to the lack of emphasis placed on racial matters, as it seemed that by the end of the
1970s racial matters were no longer an issue for concern. It did not make sense to exert
more effort for this cause (Nalty, 1986:341).
Today, these types of issues persist. Roughly 200,000 new enlistees are enrolled
every year to maintain the military’s current size, and most of these recruits are either
Black or Hispanic (Segal and Segal, 2004:10). But enlistment does not mean promotion.
The types of roles these recruits are filling are problematic. For instance, Black officers
disproportionately serve in combat support branches, meaning they have no serious
chance of becoming senior officers in the Army (Dempsey and Shapiro, 2009:531). For
those Blacks who are not limited by assignment, it remains to be seen whether or not they
actually make their way into the senior ranks.
As these studies show, the overall color of the military is changing and more
minorities are being included. However, these studies fail to address what that inclusion
looks like in detail, across all branches of the military. My research question focuses on
this issue, and allows for a deep understanding of what inclusion looks like in every
corner of the military.
Racial Inequality Under the Flag of Democracy
The citizen-soldier theory contends that failure on the part of the U.S. military to
maintain representative forces threatens the legitimacy and credibility of democracy and
could even become a threat to it (Armor and Gilroy, 2010:224). Much of the existing
research on the military applauds its racially progressive policies and the (overall)
proportionately representative forces it maintains. However, there is little scrutiny of
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what those forces actually look like, broken down by rank. If the military is to maintain a
truly representative force of citizen-soldiers, airmen, sailors and Marines, then it must be
representative among all levels.
This research study puts the citizen-soldier theory to use, specifically examining
how and where minorities are being included in the armed forces. While other studies
have looked at particular branches or overall representation, my research addresses the
need for examination beyond the surface, looking at the United States military in its
entirety, specifically asking, who is really giving the orders—Whites, Blacks or someone
else?

CHAPTER THREE
METHODOLOGY
Data Set
To investigate the issue of representative racial presence in the ranks I used a
quantitative approach in my research, analyzing public secondary data obtained from the
Department of Defense. My data source is “Personnel Trends by Gender/Race”, collected
in 2009 and published by the Department of Defense in January 2010. It is a census of
both active duty and reserve officers and enlisted personnel within the four main
branches, as well as the Coast Guard and National Guard (U.S. Department of Defense,
2010). It does not include military personnel serving in civilian capacities. A limitation of
this data set is that it does not contain information which allows for examination of the
effects of other variables such as gender, education, class, etc3. Therefore, my analysis is
limited to the non-intersectional, direct effects of race on rank outcomes. Because this
data is open to the public and does not contain personal identifying information, my
research was exempt from IRB approval.
The data set includes variables for race, broken down into Hispanic and nonHispanic ethnic affiliation within each racial group, as well as variables for gender, listed
13
3

To address the data set’s limitations I attempted to contact the Department of Defense for more
information regarding the data set design. I was informed that the data are gathered and placed into
separate data sets in order to protect the identity of each service member. For ranks in which there are
only two people, the combination of personal identifiers could easily be used to identify who is who.
Because DoD publishes this data publicly, the separation of variables works to protect the identities of
service members in the case of public inquiry.
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as either male or female. These categorical variables are reported for each level of
enlisted, warrant officer, and officer ranks, which are each further broken down by grade
(such as “E02”, “W05”, and “O03”). Because this data set reports the number of people
of each racial category and their Hispanic affiliation for each grade, within each level
(enlisted, warrant, or officer), for each branch, both reserve and active duty as well as
National Guard, I was able to conduct a comprehensive analysis of racial representation
in the ranks within the military population as a whole.
Procedure
My hypothesis is that, within both active duty and reserve personnel, as rank
increases, racial representation becomes less proportionate to the military population, and
Whites will be over-represented in the higher ranks. To test this hypothesis I used SPSS
to conduct correlation analysis of racial representation in the ranks. This allowed me to
identify whether a relationship exists between race and rank, as well as the strength of
that relationship. The original data set included over 2 million cases; I converted the raw
count data for each rank into percentages so that I could examine racial representation,
rank by rank. In other words, I condensed my data from frequencies within each rank to
percentages of each rank so that I could observe the relationship between rank and racial
representation in a manageable and comparable manner. A correlation method was the
most functional method because it allowed me to see relationships between predictor
variables and outcomes without having to examine each case individually. As my data set
includes over 2 million cases, this benefit was particularly advantageous.
Originally, each racial group in the data set was sub-categorized as either being
Hispanic or non-Hispanic, and then a total count of the racial group was provided. I chose
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to only include the non-Hispanic counts for each racial group, and to consolidate each
Hispanic racial group into one racial group, "Total Hispanic", which was compared to the
racial group “Total Non-Hispanic”. Although this artificially placed those service
members who identify with their race and their Hispanic ethnicity into only one of the
two categories, it allowed me to isolate the effects of a Hispanic affiliation on rank
outcomes. As Dempsey and Shapiro (2009) demonstrate, the Hispanic experience is
different from other racial groups, and Hispanic identity is flexible. Examining trends
among Hispanics helps to aid in understanding the unique Hispanic experience in the
U.S. military.
Additionally, I recoded the Rank variable so that each rank was assigned a
corresponding number which reflected its overall position along the rank scale, from the
lowest E00 to the highest O10 level, which allowed me to calculate correlations between
racial category and those rank levels. Thus, a rank of E00 has a corresponding value of 0,
a rank of E01 has a corresponding value of 1, and so forth.

CHAPTER FOUR
FINDINGS
Table 1 displays the overall racial representation of each group within the active
and reserve duty ranks. These numbers represent the population of the entire military,
broken down by race. Comparing the representational percentages of each group within
each rank to the overall representational percentages allows the findings to be seen within
the context of the military population.
Table 1. Overall Racial Representation for Active Duty and Reserve Duty
Race

Active Duty (%)

Reserve Duty (%)

American Indian (AMINON)

1.4

0.8

Asian (ASIANON)

3.5

2.7

Black (BLKNON)

16.5

14.6

Multi-racial (MULTINON)

1.6

0.6

Pac. Islander/Native Hawaiian
(PINON)

0.6

0.5

Unknown (UNKNON)

2.2

69.5

White (WHNON)

63.6

1.9

Total Hispanic (TOTHISP)

10.5

9.3

Total Non-Hispanic (TOTNON)

89.5

90.7

I examined correlations of active duty personnel and reserve personnel separately
from each other to isolate any differences which may have been present between these
groups. Table 2 shows the observed correlations between each racial category and rank,
16
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as well as the correlations between total Hispanic and non-Hispanic categories and rank,
for both active duty and reserve personnel. Each category abbreviation is also included.
Because the data set is the entire military population, these correlation values reflect the
actual relationship which is occurring between race and rank.
Table 2. Race/Rank Correlation for Active Duty and Reserve Duty
Race
Active Duty
Reserve Duty
American Indian (AMINON)

-0.677

-0.613

Asian (ASIANON)

-0.321

-0.171

Black (BLKNON)

-0.716

-0.680

Multi-racial (MULTINON)

-0.567

-0.322

Pac. Islander/Native Hawaiian
(PINON)

-0.702

-0.580

Unknown (UNKNON)

0.068

0.150

White (WHNON)

0.795

0.808

Total Hispanic (TOTHISP)

-0.889

-0.486

Total Non-Hispanic (TOTNON)

0.889

0.485

A negative correlation value for a racial group indicates that that group makes up
a lower percentage of each rank as rank increases. For both Active and Reserve personnel
American Indians, Asians, Blacks, Multi-racial personnel, Pacific Islanders and Hispanics
all experience an overall trend of lower representation among higher ranks. Whites and
non-Hispanics both experience a positive relationship between their race and rank;
overall, their representation increases as rank increases. Those of Unknown race also
experience a positive correlation between race and rank, but this may be a result of the
dramatically higher percentage of Unknowns in the W02 rank (see Figure 1). The
relationship between race and rank is more pronounced among active duty personnel for
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each category except Whites and Unknowns, suggesting that promotions are more
affected by race among active duty personnel than among reservists, for whatever reason.
Figure 1. Representation of Unknown race by Rank among Active Duty

Notably, although Hispanics make up 10.5% of active duty personnel, and nonHispanics comprise the remaining 89.5%, the two groups experience very strong,
perfectly opposite overall relationships between race and rank, of -0.889 and 0.889,
respectively (Salkind 2000). This suggests that a Hispanic affiliation, or the absence of it,
has a significant impact on rank outcomes.
Figure 2 illustrates the relationship between the representation percentage of each
racial group and each rank among Active Duty personnel. This graph provides a more indepth picture of what each relationship actually looks like, rank to rank. Rank Number 10
corresponds with the lowest warrant officer rank, and Rank Number 15 corresponds with
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the lowest officer rank.
Figure 2. Relationship Between Racial Representation and Rank among Active Duty
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The strong positive relationship among Whites, indicated by a correlation of .795,
is characterized by an initial decline in percentage, from 77.78% of E00 to 63.33% of
E09, the highest enlisted rank. This is followed by fluctuation within the warrant officer
ranks, and then the percentage begins to increase steadily through the officer ranks, from
74.38% of O01 to 97.37% of O10, the highest rank (see Figure 3).
For Blacks the relationship is quite different. The strong negative relationship,
indicated by a correlation of -.716, is characterized by an unsteady climb through the
enlisted ranks, from 11.11% of E00 to 23.46% of E09. Through the warrant officer ranks
the percentage of Blacks decreases to 12.86% of W05, the highest warrant officer rank.

20
Figure 3. Representation of Whites by Rank among Active Duty
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The percentage of Blacks continues to decline through the officer ranks, from 8.11% of
O01 to an extremely low 2.63% of O10 (see Figure 4).
Both of these relationships show that representation does not change steadily from
E00 to O10; rather, representation fluctuates as personnel transition from the enlisted
ranks into the warrant ranks, and as they transition from the warrant ranks into the officer
ranks. Figure 1 illustrates how each level contains its own trends, marked by sharp curves
around Rank Number 10 and 16 (W01 and O01).
Figure 5 illustrates the perfectly opposite relationship between the representation
percentage of Hispanics and non-Hispanics and each rank. This graph shows what those
two relationships look like among the three rank levels. Non-Hispanics experience a very
strong positive relationship, characterized by initial representation in the enlisted ranks of
88.89% of E00, to the warrant officer ranks, accounting for 89.87% of W01. From that
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Figure 4. Representation of Blacks by Rank among Active Duty
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Figure 5. Relationship Between Hispanics and non-Hispanics and Rank: Active Duty
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point, representation increases steadily, to 100% of O10, the highest rank. Hispanics
experience a very strong opposite, negative relationship, characterized by initial
representation of 11.11% of E00, decreasing unsteadily to 10.13% of W01.
Representation decreases steadily to a very small .654% of O09, and 0.0% of O10, the
highest ranks. This graph makes evident the stark differences between the prospects of
Hispanic and non-Hispanic personnel within the military hierarchy.
Figure 6 illustrates the relationship between the representation percentage of each
racial group and each rank for Reserve Duty personnel. What is striking upon first glance
is the sharp, immediate decline in representation among Blacks within the enlisted ranks,
continuing through the warrant officer ranks until the first officer rank, O00, in which
Blacks comprise 0.0% percent. This is followed by an abrupt increase to 12.17% of O02,
and then another steady decline to 0.0% of O09 and O10, the two highest ranks (see
Figure 7).
Figure 6. Relationship Between Racial Representation and Rank among Reserve Duty
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Figure 7. Representation of Blacks by Rank among Reserve Duty
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White personnel display very different trends. The percentage of Whites steadily
climbs through the enlisted and warrant ranks, to 89.8% of W05, the highest warrant
officer rank. This is followed by a decline of 17.07% into the first officer rank, of which
Whites comprise 72.73%. However, the relationship becomes positive once again and the
percentage of Whites continues to increase to 100% of O09 and O10, the two highest
ranks (see Figure 8).
These two relationships, of Blacks and Whites on Reserve Duty, are significant
examples of the impact of race on rank. In the Reserve ranks, the correlations between
race and rank for Blacks and Whites are the strongest of all the different race groups.
Blacks experience a strong correlation of -.680, while Whites experience a very strong
correlation of .808 (Salkind 2000).
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Figure 8. Representation of Whites by Rank among Reserve Duty

The correlations for Hispanic and non-Hispanic Reserve personnel are not as
strong as those for Active personnel, though once again, these two groups experience
almost identically opposite relationships. Hispanics experience a moderate negative
correlation of -.486, while non-Hispanics experience a moderate positive correlation of .
485. This indicates that there is a moderate negative effect of a Hispanic affiliation upon
rank, and a moderate positive effect on rank with the absence of a Hispanic affiliation.
Figure 9 illustrates the relationship between the representation percentage of
Hispanics and non-Hispanics and each rank. This graph shows what those two
relationships look like among the three rank levels, marked by Rank Number 11 and 16
(W01 and O00).
Non-Hispanics experience a moderately positive relationship, characterized by
complete representation at both the very bottom and very top ranks. Initial representation
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is 100% of the lowest rank, E00. Representation decreases to 89.24 of E05, then increases
again to 92.5% of W01. Within the warrant ranks, representation increases steadily to
95.86% of W05. There is a drop to 81.82% of O00, but from that point, representation
increases steadily, to 100% of O09 and O10, the highest ranks.
Figure 9. Relationship Between Hispanics and non-Hispanics and Rank: Reserve Duty
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Hispanics experience a very different, moderately negative relationship,
characterized by exclusion at both the very bottom and top ranks. Initial representation is
0.0% of E00. Representation increases to 11.02% of E04, but decreases again to 7.48% of
W01. Through the warrant officer ranks representation decreases steadily to 4.14% of
W05. There is a sharp jump to 18.18% of O00, but then the percentage of Hispanics
declines steadily to a low of 2.60% of O08 before Hispanics are no longer represented.
Hispanics make up 0.0% of O09 and O10 personnel, the highest ranks.

CHAPTER FIVE
DISCUSSION AND CONCLUSION
Discussion
My findings indicated that my hypothesis was correct: racial representation is
disproportionate to the overall military population, and as rank increases, the percentage
of Whites increases to 100% in both active duty and reserve duty ranks. The only
meaningful, positive correlations with rank occurred for Whites and non-Hispanics in
both active and reserve duty ranks. The strongest negative correlations occurred for
American Indians, Blacks, Pacific Islanders, and Hispanics; Asians also experienced
slightly less strong, negative correlations. The effects of these correlations were more
pronounced within the active duty ranks for each group except Whites, who experienced
a negligible difference in active and reserve duty correlations.
If race was not a contributing factor to the ranking of military members, we would
see no correlation whatsoever between race and rank. Additionally, each group would
represent the same percentage throughout each rank, proportionate to that group's overall
percentage. For example, since Blacks make up 16.5% of the active duty force, we would
see that 16.5% of E00, E01, E02, etc. would be Black, all the way up to the 010 rank. The
groups which came closest to having negligible correlations and even representation were
Asians, who experienced a weak negative correlation in the reserve ranks, and those of
Unknown race, who experienced weak positive correlations in both active and reserve
26
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ranks. For every other racial group, race proved to be significant.
Despite the limitations of this data set, these results are valuable in that they
demonstrate, first and foremost, that while the military may include proportionate
numbers of minorities overall, the institution is merely reproducing traditional racial
hierarchy within its rank structure. Second, while these results do not reflect the indirect
and intersectional effects other variables, they do demonstrate that race has a significant
impact on a service member’s rank potential. Even if other pre-military, exogenous
variables such as education or income could be included and controlled, it is important to
remember that race is not separate or insignificant from such predictors; while a minority
service member might be denied promotion because of poor educational attainment, we
should not forget that race and educational success have an intimate relationship. With
this in mind, the effect of race on military rank outcomes, regardless of whether it is
direct or indirect, must be recognized for its significance. Further research into the
interaction effects of variables such as education, ROTC involvement, income, and
family military history with race may help to specify the precise mechanisms by which
minorities are being left out of the highest positions.
Conclusion
The United States sends its armed forces around the world to participate in
struggles over power, democracy, and economic interests, all while boasting a manpower
force which represents freedom and equality. However the U.S. armed forces are rife with
persistent racial inequalities which result in material differences among racial groups.
The disparity between the symbolism of a democracy that values equality and a military
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force built within a stark racial hierarchy begs the question: how equal are we, really?
My hope is that my research will help to call attention to this disparity; it will help
to fill the gaps in existing literature regarding the U.S. military and its reliability as a
racially progressive enterprise. It may also serve policymakers who strive to make the
military a more equal institution by identifying specific areas in need of improvement. In
addition, this research contributes to the vast body of knowledge about how race
functions in our society as a social category with meaningful consequences which are
both material and intangible.

APPENDIX A
MILITARY PAY TABLE
(SOURCE: DEFENSE FINANCE AND ACCOUNTING SERVICES, 2013)
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